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A daptability, creative problem solving, and sensitivity are an 
inherent part of the culture at Deloitte Touché Tohmatsu. De-
loitte is one of the world’s largest professional service organi-

zations, offering audit, consulting, financial advice, and tax services to 
clients. As such, it’s vital that Deloitte strives to create an environment 
that attracts the best workforce possible. 

Companies throughout Central Pennsylvania are faced with numer-
ous challenges in their day-to-day operations. It is difficult to imagine 
the scope of concerns that might arise in an organization like Deloitte, 
which has more than 169,000 employees located in more than a 140 
countries. Inclusion and diversity take on monumental implications.

Superlative communication is vital. English is the primary language 
spoken throughout the global organization. Employees stay connected 

electronically with the use of corporate instant messaging, virtual meet-
ings and video conferencing, phone, and e-mail.

“Diversity is at the center of our competitive business advantage and 
paves the way to achieving our vision of becoming the standard of 
excellence. Our unwavering commitment to attracting, retaining, and 
developing the very best talent in the marketplace responds to our cli-
ents’ demands of high performing teams with diverse perspectives that 
provided innovative solutions,” states John Zamora, Chief Diversity 
Officer, Deloitte LLP, on the company website.

Tracy L. Bannon, a senior architect whose team is responsible for 
driving the technology and architecture for the global Deloitte organiza-
tion, speaks with enthusiasm about the company’s approach to serving 
their customers. “Deloitte respects their clients’ ideals without making 
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judgments. For example, Deloitte was engaged by a religious organiza-
tion to design an enterprise computer system. Deloitte respected the 
organization’s convictions, customs, and concerns. This show of respect 
is not just client facing. They also clearly respected the Deloitte team 
members involved.”  Tracy 
continues, “Deloitte realized 
that [their religion] was part 
of the client’s culture.” 

Executives work hard to 
maintain balance within 
the company too, as in 
1993, when a  dispropor-
tionate number of women 
were leaving the company. 
In response, Deloitte devel-
oped WIN, the Women’s 
Initiative. Their proactive 
approach worked. By 2005 
Deloitte had achieved an 
equal retention rate for 
women and men. 

“Another aspect of WIN 
is our commitment to giv-
ing back to the community,” 
Tracy notes with pride. “We have supported Dress for Success for a 
number of years as an organization. More recently, as the economy 
made things more challenging for everyone, we become more person-
ally engaged as individuals, donating clothing, money, and time.”

In 2007, WIN-related programs were recognized with eight national 
awards. WIN and its programs were mentioned in more than 140 elec-
tronic print and media outlets, and scores of women were recognized 

for their personal and professional contributions. Additionally, Delo-
itte hosted more than 500 professional development, networking, and 
mentoring events in that year alone.

“Mass Career Customization (MCC) is one of the latest attempts 
to create a culture to retain 
employees,” explains Tracy. 
“The goal is to replace the 
Corporate Ladder with a 
Corporate Lattice which 
makes greater career flex-
ibility available to everyone. 
Mass Career Customization 
is designed to allow employ-
ees to work at an accelerated 
pace if their life situation al-
lows, or they can adjust their 
workload if they have a par-
ent who is ill, for example. 
The corporate lattice allows 
for multiple paths that take 
into account the needs of 
the individual as well as the 
needs of the organization.”

The four dimensions of 
the Mass Career Customization are Pace, Workload, Schedule, and 
Role. Each area has a sliding scale of six options. A change in one di-
mension will typically impact and require adjustments in one or more 
of the others. The Pace scale can be accelerated or decelerated, while 
Workload can be increased or reduced. Schedules can be unrestricted or 
restricted, and Role can vary from a Leader to an Individual Contribu-
tor. This flexibility allows for variations in expectations as needs change. 
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Employees can dial-up or dial-down their re-
sponsiblities to reflect their current career and 
life needs. This adaptability truly facilitates the 
idea of “work-life fit.”

Deloitte’s work with MCC has helped the 
firm gain additional recognitions and awards. 
Most recently, on March 24, 2010, they re-
ceived the Catalyst Award for their “ground-
breaking initiatives that advance women in 
the workplace.” The Catalyst Award annually 
honors innovative organizational approaches 
with proven, measurable results that address 
the recruitment, development, and advance-
ment of all women. 

In 2009, Working Mother magazine ranked 
Deloitte among the top ten employers for 
working mothers, and they have been included 
in the magazine’s list of “100 Best Compa-
nies for Women to Work” for 16 consecutive 
years. Additionally, from 2007 through 2009, 
Deloitte was named one of Working Mother’s 
“Best Companies for Multicultural Women.” 

DiversityInc has also awarded Deloitte 
numerous awards including a six-year rec-
ognition of Deloitte as one of the “Top 50 
Companies for Diversity” as well as naming 
them as one of the “Top 10 Companies for 
People with Disabilities.”

In addition to their award-winning inclusive 
environment and flexibility in the workplace, 
100 percent of Deloitte employees receive 
health, vision, and dental insurance for depen-
dents, often including parents and in-laws.

Deloitte is working to create an environ-
ment that is based on inclusion and respect 
for all people. Even though it may be initially 
uncomfortable, open communication is pro-
moted in order to increase understanding. To 
further this, luncheons featuring “Straight Talk 
Sessions” are held in which attendees are en-
couraged to ask questions and share in open 
dialogue. 

Sterling values and a commitment to ad-
dressing ever-changing needs in the workplace 
are the core principles that provide strength and 
focus to this global business giant and proves 
that there are no limits. In a world where cut-
ting corners seem commonplace, Deloitte is a 
shining example of going the distance. 

For more information on Deloitte’s pro-
grams, look on the web at http://www.
deloitte.com/view/en_US/us/About/Womens-
Initiative/Awards-and-Recognition/index.
htm D

Mikell Worley is an artist and writer. She is the 
founder and president of Mikell’s Treasures 
(www.mikellstreasures.com).  She is the managing 
editor and feature interviewer for Women-CONNECT.  
Mikell has illustrated several books. She is an advo-
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